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The primary purpose of this study was to investigate the relationship of Work Life 
Balance and Transformational Leadership style towards turnover intention among 
Generation Y in Malaysia. Primary data was collected through distribution of 500 
questionnaires to Generation Y respondent regardless of industries, position or type of 
job. A in total of 400 useable questionnaires were returned and are used for data analysis 
by using IBM Statistical Package for Social Science 25 version. The result of the study 
revealed a significant negative relationship between Work Life Balance and Turnover 
Intention. Transformational leadership is found negatively related to Turnover Intention. 
This study has revealed that as long Gen Y feel a balance between work and life, and they 
are under the supervision of transformational leadership, they are less likely to have the 
intention of quit. 















Tujuan utama kajian ini dijalankan adalah untuk mengkaji hubungan antara work life 
balance dan cara kepimpinan transfomasional terhadap niat berhenti kerja dalam 
kalangan Generasi Y di Malaysia. Data primer dikumpulkan melalui pengedaran 500 
soal selidik kepada responden Generasi Y daripada pelbagai industry, jawatan dan jenis 
kerja. Sejumlah 400 soal selidik yang boleh digunakan telah dikembalikan dan dianalisis 
dengan menggunakan aplikasi Statistical Package for Social Science (SPSS) versi 25.0. 
Keputusan kajian ini menunjukkan bahawa, terdapat hubungan signifikan yang negative 
antara “work life balance” dan niat berhenti kerja. Kepimpinan transformasioanl 
mendapati hubungan signifikan yang negative terhadap niat berhenti kerja. Kajian ini 
telah menunjukkan bahawa selagi Gen Y merasakan keseimbangan antara kerja dan 
kehidupan, juga mereka berada di bawah kepimpinan transformasiona, mereka 
cenderung ke tidak mempunyai niat untuk berhenti kerja. 
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This study is conducted in the intention to investigate turnover intention among 
Generation Y in Malaysia. There are numerous studies conducted by academicians and 
organization on turnover intention but studies specifically on turnover intention among 
Gen Y in Malaysia are limited. To be more precise, this study will be investigating the 
relationship between Work Life Balance, Leadership Style, and Turnover Intention 
among Generation Y. Meanwhile, this chapter will be providing initial information about 
the background of study, problem statement, research objectives, and research questions, 
significance of study, scope of study and definition of variables terms will be discussed.  
1.2 Background of Study 
As technologies advance by time, the impact on socioeconomic has been significant. 
Technology advancement undeniably has been playing a significant role in economy 
growth of many countries, especially in developing countries. Many industries are 
gaining advantage of technology by introducing automated and high technology 
machineries to increase efficiency, effectiveness, cost reduction and profit making. Since 
the first Industrial Revolution during the 1800s, mass production being introduced and 
continuous technology improvement has been made to sustain businesses in a competing 
global market. The first industrial revolution pioneers with mechanization, continued by 
second revolution with electrification and mass production, then the third revolution was 
characterized by digitalization and lately the revolution triggered by the development of 
Information Communication Technologies (ICT) (Rojko,2017). At the same time, it is 
also important to portray the importance of labor force that has been a valuable asset in 
an organization. Without the labor workers, an organization could not succeed with the 
current global competitive environment. Labor workers have been a backbone for the 
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